Introduction
Employee turnover is fast becoming a serious problem in companies. Baby boomers are retiring and the employees of today want to stay mobile. In addition, the employment culture is rapidly changing too. According to global professional services company Towers Watson, in Malaysia, staff turnover has doubled to 16% in 2011 as compared to 2010 -meaning, two in 10 workers are expected to leave their present employers.
This study is to essentially address the concept of job loyalty of fresh graduates in order to find out the intentions of employees in either quitting the job or staying loyal. That said, Net Impact (2012) study found that 88 percent of workers considered "positive culture" important to their dream job, and 86 percent said the same for work they found "interesting." Jobhopping helps workers reach both of these goals, because it means trying out a variety of roles and workplaces while learning new skills along the way. The understanding is that the impact of work/life policies on employee loyalty will be enriched by consideration of the nonwork and work contexts that influence employee attitudes and behaviour. This scope of this study is mainly on fresh graduates focusing on job loyalty issues in Malaysia. Hence, the following research questions shall be answered: ___________________________________________________________________________________ *Derek Ong, Sunway University Business School, Sunway University, Malaysia. Email: dereko@sunway.edu.my **Victor Ong, Sunway University Business School, Sunway University, Malaysia. Email: victoro@sunway.edu.my 1. What is the relationship between job satisfaction and employees" loyalty? 2. What are the variables of pull and push factors affecting the fresh graduates" workforce loyalties?
3. How much the pull and push variables will contribute in employees" loyalty?
This paper explores the current job climate surrounding the fresh graduates of Malaysia and the impact it has on the employment job market which forms the basis of the objectives for this study. This is followed by a review of literature of the push and pulls factors of job satisfaction and the different demographic characteristics effecting job satisfaction amongst young graduates. The analysis of the results is then presented together with a thorough discussion on the implications of this study for the job industry.
Literature Review

Fresh Graduates
Employee turnover and employee loyalty are simultaneous topics of discussions. Certainly, there is a strong belief that companies with loyal employees have a significant competitive advantage and a higher rate of survival compared to companies with less loyal employees: "The long term success of any company depends heavily upon the quality and loyalty of its people" (Keiningham and Aksoy, 2009) . A pivotal landmark study conducted by the retail giant Sears, Roebuck & Co., where researchers have shown that a 5 point improvement in employee loyalty can drive a 1.3 point improvement in customer loyalty, which in turn drives a 0.5% improvement in revenue growth (Rucci, Kirn and Quinn, 1998) . Building employee loyalty in a fast-paced working environment is a challenge. Hooi (n.d.) has highlighted two salient points: (1) That employees with three-to five-years tenure with employers were the most susceptible to turnover, and (2) That loyalty levels among women were 76 percent compared with 68 percent for men.
A European study found that college graduates on average hold 1.6 jobs in the first three years after their graduation (Borghans and Golsteyn, 2011) . According to the Future Workplace "Multiple Generations @ Work" survey of 1,189 employees and 150 managers, ninety-one percent of Millennials (born between 1977 Millennials (born between -1997 expect to stay in a job for less than three years (Meister, 2012) . Another research by Next Generation Consulting which shows that today"s young talent rotates jobs every 18-36 months. As both college degrees and employers cannot guarantee jobs anymore, career changes are becoming the norm and this of course, brings about staff turnover. In fact, by the time they"re 32, today"s young talent have had an average of nine jobs.
All the above demonstrates that job hopping is the "new normal". In fact, a 2012 survey by Net Impact found that graduates are more concerned than their predecessors with finding happiness and fulfilment in their work lives (Net Impact, 2012) . This gives us an insight into the issue of job satisfaction. Given all these reports, this study will solely focus on graduate employees.
Factors Affecting Employee Loyalty
Being loyal to an organization is a notion companies are clearly aware of, if not desirous of this elusive attribute. It is believed that employee loyalty, when it exists in organizations would sustain any entity long enough for these companies to achieve the goals they have set for themselves. This is because loyal employees provide long-term stability to their organizations as they remain committed to ensure they work diligently towards goalattainment.
In other words, companies with loyal employees yield a significant competitive advantage and even a higher rate of survival as compared to companies with less loyal employees. "The long term success of any company depends heavily upon the quality and loyalty of its people" (Keiningham and Aksoy, 2009) . Loyal employees are assets to an organization and their retention is key to its success. Hooi (n.d.) maintains that "an employee who has developed affection for the organization is more likely to demonstrate loyal behaviours and work towards the overall goals of the organization, such as improved productivity, greater efficiency, and a high-quality service orientation to customers". Hence, we find that organizations preach loyalty because it promotes their interests.
Most researches including the 2001 National Employee Benchmark Study on US workers from business, non-profit, and government organizations have produced similar findings. The main drivers of employee loyalty are fairness at work (including fairpay); care and concern for employees; satisfaction with day-to-day activities; overall reputation of the organization; trust in employees; work/job resources available; having a well-defined job and creating feelings of accomplishment. Employee loyalty however, is declining. "MetLife's tenth annual survey of employee benefits, trends and attitudes released in March 2012 puts employee loyalty at a seven-year low. One in three employees, the survey says, plans to leave his or her job by the end of the year. According to a 2011 Careerbuilder.com report, 76% of full-time workers, while not actively looking for a new job, would leave their current workplace if the right opportunity came along. Other studies show that each year, the average company loses anywhere from 20% to 50% of its employee base" (Knowledge@Wharton, 2012) . In that same article, Wharton management professor Adam Cobb talked about employee loyalty as being one based on reciprocity. The article also talked about employers' attitude toward their employees has having changed, that they see them as short-term resources.
Aityan and Gupta (2011) stated that companies with loyal employees tend to stay longer than the one which has a high turnover rate. Employers are unable to tolerate a high turnover rate due to the high cost incurred in procuring employees. Shamsuddin Bardan, the executive director of Malaysian Employers Federation (MEF) affirmed that "employers incur additional costs as they have to recruit new staff to replace those who left" (Ongori, 2007; Makhbul, Rahid and Hasun, 2011; Goh, 2012) . It addressed the invisible cost that needed to be incurred when the employee turnover rate is high. WorkForceOne (n. d.) has listed out the cost such as employee turnover recruitment fees, selection and training which are necessary to be incurred. The cost of turnover is very high for a company to continue to pay (Davidson, Timo and Wang 2010; Bigliardi, Petroni and Dormio, 2005) . Thus, the organisations" profit can only be negatively affected. From this research, it becomes obvious that building employee loyalty among fresh graduates can reduce the employee turnover rate. Here, we will look at pull and push factors that can have an impact on job satisfaction and employee loyalty.
Job Satisfaction and Turnover Intention
Job satisfaction (JS) is a personal feeling towards job (Ali, n.d.) . Researchers examined the negative relationship between JS and Turnover Intention (TI) (Ali, n.d.; Rahman, Naqvi, Ramay, 2008; Borough and Frame, 2004; Tian-Foreman, 2009 ). When employees feel dissatisfied with a particular treatment, they may have the intention to leave the present job and seek a new job. This drives the concept of pull and push factors.
Pull Factors and Push Factors
Based on the various literatures, pull and push factors are the key elements in measuring employee loyalty. Pull factors are the tools to draw the employees towards the organisation whereas the elements that force employee towards the exit door of the organisation are the push factors. These factors can be categorized into attitude factors and organisational factors.
Attitude Factors
The attitude towards job is one of the contributing factors to employee loyalty as it is closely related to employee behaviour such as JS (Ali Shah et al., 2010; Chan, Yeok, Lim and Osman, 2010) . According to Diane (2001) , the younger generation has a lower sense of loyalty due to a change of attitude towards their work. Many researchers maintain that JS is referring to a collection of an individual"s positive and/or negative feelings about their job (Locke, 1976; Coulter and Robbins, 1996) . Negative feelings about the job will be considered as job stress when there is ambiguity in work and a conflicting work environment (Ali Shah et al., 2010; Hitam, Jody, Marmaya and Zawawi, 2011) . Muhammad Amiru Bawa and Muhammad Jantan (2005) described negative feelings, such as low JS, as voluntary turnover, and the employees have an opportunity to get an alternative job which means the possibility of leaving the organisation is high. Other variables of JS are self-satisfaction with work, pay, and promotional opportunities.
H1: There is a negative relationship between Push Factors and Job Satisfaction
Organisational Factors
Numerous literatures have demonstrated that factors for employees to refrain from their job are attached with organisation and work. Ongori (2004) emphasized that a high degree of employee turnover is detected in an unstable organisation. Variables that are derived from these researches are: salary; career opportunities (James 2004, cited in Loquercio 2006); benefits and facilities (Ali Shah et al. 2010) ; organisational size (the number of staff); location of organisation; nature and kind of organisation; communication and information system in organisation (James, 2004; Ongori, 2004) and lack of research facilities are important to affect the employee turnover rate. According to Loquercio (2005) , the young generation can quit the job due to lack of career opportunities and perceived limited period of their engagement in an organisation. Organisational justice is a significant variable that causes the employee to be loyal to the company or vice versa (Rahman et. al., 2008) . Its components included management support; management practice and policies; transparency in management (James, 2004) ; employee empowerment and involvement in decision-making process and organisational resources (PERSONNELTODAY.COM, 2003) . According to Lee (2000) , distributive justice was strongly positively related to JS and was negatively related to employee TI.
H2:
There is a positive relationship between PullFactors and Employee Loyalty. The variables used in the research instrument that have been used in other countries are similarly adopted in Malaysia. Chan, Yeoh, Lim and Osman (2010) proved that by applying MSQ amongst a group of Malaysian employees on their JS in the private sector whereas Arif Hassan and Junaidah Hashim (2011) evaluated MOAS in the research on academic staff in Malaysia to identify one"s intention to quit or search a new job based on organisational factors.
Demographic Factors
There are a few empirical researches done on the impact of demographic factors towards employee" loyalty. Therefore, based on the limited literature, demographic factors used include the variables of age, gender, marital status, education level, work experience, employment tenure, and income level.
Gender Differences
Catalyst (2011) identified that men have a lower TI than women. So, the glass ceiling reveals the biasness that prevents qualified women from reaching their potential. It is suspected that women received unfair treatment from male colleagues and supervisors, plus the stereotyping of their professional capabilities and commitment are the main barriers to their career advancement. Therefore the inability to find job fulfilment forces women to leave their present jobs (Belkin 2003, cited in Ntumba and McCain, n.d.; Iyer, Raghunandan and Rama, 2005) .Hence, there is a strong negative relationship between push factors and JS among women managers (Ntumba and McCain, n.d.) . Still, generally, there is a better sense of equality in the workplace and JS is similarly experienced among both men and women (Schweitzer, Ng, Lyons and Kuron, 2011) .
Occupational Level and Working Experience
Occupational level influences employee loyalty towards the job. Research has shown that the TI of non-managerial staff is higher than managerial staff. Tian-Foreman (2009) concluded that work itself is more likely to be the cause for non-managerial staff to have TI as compared to managerial staffs. This reflects that work demands are less challenging for managerial employees because they are more experienced. Therefore, there is a positive relationship between work experience and TI.
H3a:There are gender differences on employee turnover intentions. H3b:There are occupational level differences on employee turnover intentions 
Methodology
The survey instrument comprised questions relating to employee loyalty in Malaysia. The descriptive study was designed to identify factors which impacted on employee loyalty among fresh graduates. The factors were most significantly differentiated by gender to identify the different perception about employee loyalty. There were 210 questionnaires distributed through email and sent personally to the targeted population, i.e. fresh graduates. From this exercise, 200 survey forms were usable. Fresh graduates had been selected because they were new in the workforce and who possess potential for upward career mobility.
The conceptual construct was adopted from literature survey which had been done by Getchell (1975) and Ali et al., (2010) . The questionnaires were mainly focusing on the pull and push factors to determine the reasons for employee loyalty. The survey itself was divided into 3 parts by using a 1-6 Likert Scale. Part A described attitude factors; part B illustrated the organisational factors; and part C referred to the background of the respondents for comparison purposes. Data collected was analysed using IBM SPSS 19.0. ANOVA was employed to examine the relationship among monthly salary, occupation level, and job satisfaction. Regression model was conducted to identify how significantly the pull and push variables will contribute to employee loyalty. Moderation was used to determine the effects of the gender between independent variables and dependent variables.
Analysis and Discussion
Respondents' Profile
Out of 200 respondents, 47.5% were males and 52.5% were females. Owing to the target respondents being fresh graduates, the majority of the respondents had a mean age of between 21 to 26 years old. Table 4 .1 shows that the majority of respondents only held one full-time job and at the non-managerial level. It shows the average respondents" monthly salary was from RM2001 to RM3000. It also shows the demographic breakdown of respondents towards their satisfaction on job (rated as 1 -strongly satisfied to 6 -strongly dissatisfied). Male respondents aged 27 to 29 years old with professional-level education level had the highest satisfaction towards their jobs, as can be seen from Table 4 .1. It is remarkable to note that the respondents who have held 4 to 5 jobs are more satisfied with their jobs. Respondents who had lower monthly salaries income seemed to have higher JS.
Reliability and Factor Analysis
The questionnaire is adopted from MSQ and MOAS and used to measure the employee turnover intentions (TI). Ali Shah, Fakhr, Ahmad, Zaman (2010) developed the research by examining particular variables. The internal consistency for this study seemed high as the Cronbach"s Alpha for attitude factors shown are 0.914 and 0.907 in organisational factors. After running through the factor analysis with varimax rotation, the items had been categorized into ten dimensions. Kaise-Meyer-Olkin measure of sampling adequacy (0.907) had shown to be supporting the validity of factor analysis results. Hence, the items had been divided based on the factor analysis to examine in detail the relationship between fresh graduates and the turnover rate. Cronbach"s Alpha measure of reliability of ten factors for this sample is as follows: OJ-2 was developed to give a better representation of organization justice which includes company policies into the organisation timing, rules and regulations and transparency of the management. This resulted in a better internal consistency (0.606). As a result, the dependent variable of JS is formed by the mean of job passion (JP) and satisfaction. Furthermore, the six independent variables have been chosen to test for their relationship with the JS are SDOJ, POTJ, LWI, ORS, ATW and OJ-2, excluding OJ-1, EC and PTJ as their Cronbach"s Alpha value less than 0.6.
Test of Normality
A test of normality was conducted to determine if the data collected is normally distributed. Table 4 .3, there is no significant difference in mean between all the independent variables (IV). However, the higher variances of SDOJ and ATTW suggest that the relationship between these variables and job satisfaction show greater fluctuation. However, the IVs" kurtosis values are low which signifies there are a lot of modest differences from the mean. Furthermore, skewness for SDOJ, POTJ, LWI and ATTW are positively skewed to the right, whereas ORS and OJ are negatively skewed which indicates the majority respondents consider these factors as being important to job satisfaction. As a result, the IVs are assumed to be normal as the sample size of the test is large.
Effects of Occupation Level and Monthly Salary Level on Job Satisfaction
A two-way ANOVA was conducted to examine the effect of occupation level and monthly salary level on JS. Previous studies identified that employee"s turnover rate increased due to the less challenging job environment and when employees were aware of the organisation policies (Tian-Foreman, 2009 ). According to the Homogeneity of variances (p = 0.459) of mean of JS (mean_JS) across groups illustrates that the variance across groups was not significantly different. Levene"s Test of Equality of Error Variances, B9(Occupation level) x B11(Monthly salary) reports that there is no significant interaction at the p=0.920. Additionally, based on the different categories of income level, there are no significant differences (p> 0.05) were reported for JS. In short, two way ANOVA reveals that there is no significant difference in JS between occupation level and salary levels for the fresh graduates but there is an interaction between them which is shown in ANOVA Profile Plots as shown in the following: According to Beta (standardized regression coefficients), ORS tends to influence the JS the most (0.336), followed by organisational justice (0.255) and lastly SDOJ (0.149). Therefore, by using stepwise regression modeling, mean_SDOJ, mean_ORS and mean_OJ give the highest impact on JS with R square of 0.446 which interpreted as the model that has accounted 44.6% of the variance in the JS. Each iteration of regression will cause the R square to change after efforts to reduce multicollinearity, The remaining data set used for the final regression remains R-square 0.45, indicating that 45.1% of the variance in proportion of JS scores accounted for by the set of IVs. Although a research done by Nazim (n.d.)
indicates an R-square of 0.69 attributed by the variables, a similar research conducted with the same set of IVs (Ali Shah, Fakhr, Ahmad and Zaman, 2010) , indicates the R-square to be 0.27. Therefore, this study"s R-square of 0.45 seems reasonable in this condition. Tolerance values and VIF determine how strong the relationship between predictor variables bounded. The predictor variables seems to be highly correlated (tolerance values not less than 0.01) and VIF which are not more than 10. However, t-value and its significant shown that ORS and OJ give large impact to JS as compared to SDOJ. As a result, multi-regression reveals ORS, OJ and SDOJ have positive relationship with JS which means employees" TI will reduce if these needs are taken care of.
Moderating effect of Gender on Life-Work Intimacy and Job Satisfaction
The study reveals that there are no gender differences (p>0.05) when it comes to turnover intention. However further analysis on gender as a moderating effect reveals interesting findings. A moderating relationship occurs when the relationship between IV and DV depends on the level of moderating variable is significant (p-value < 0.05). This study has examined the moderating effect of gender between LWI and JS. The LWI described the relationship is the reduction of conflict between work and family, thus creating life work intimacy. According to research by Calvo-Salguero, Carrasco-Gonzalez and Lecea (2010), the moderating effect of gender on the relationship between work-family conflict and JS is significant, such that women show a lower level of job satisfaction than men. This study"s findings show similar result in that moderating effect of gender on the relationship LWI and JS is significant (pvalue of male = 0.0000097 and female = 0.0000579). The finding above confirms the literature.
Conclusion, Limitation and Future Research Figure 3: Final Theoretical Framework
Changing trends indicate that employees have intention to change jobs more frequently. Due to the higher cost incurred when employees" turnover rate increases, the organisation needs to confront issues related to TI (Aityan and Gupta, 2011) .This study examined several factors pertaining to the demographic profile to identify reasons of increasing JS and establish loyalty in employees.
First, JS has a negative relationship with TI. This reveals that the higher the JS, employees are more likely to stay loyal in the current company (pull factors). ORS seems to be the most influential factor which leads to higher TI. When the satisfaction of work itself such as pay, fringe benefits and reward systems are well given, employees tend to stay in the current job due to the pull factors. Hence HI is supported, there is a negative relationship between ORS and TI.
Owing to the higher impact of OJ (rules and regulations, transparency of management and organisation policies), an organisation should improve the existing organisation"s policies to satisfy most of the stakeholders (i.e. to increase the JS). Rahman et al (2008) clarified that TI in a managerial position is greater than the non-managerial regarding how well the employees are involved in OJ. Since, SDOJ reflects that fresh graduates tend to seek job challenges; knowledge accessibility is an important requirement to make the employees stay in their current organisation. An organisation should enhance on the job training opportunities or job rotation for managerial or non-managerial employees to bring the sense of appreciation towards the employee"s effort. This would develop the relationship between the employees and employers to reduce the turnover rate by creating LWI. Thus H2: is also
Demographic Factors
Push Factors
Job Satisfaction
Employees' Loyalty
H3
H1, H2
Pull Factors
• Gender • Occupation level
• Self determination of job • Personal obligation towards job • Life work intimacy • Organization reward system • Accessibility to the work place supported that there is a positive relationship between pull factors and employee job satisfaction.
From the ANOVA results above it shows that there are no differences in employee satisfaction across employment level (managerial vs. non managerial). The research also found out that gender differences are not likely to impact on the high turnover rate in Malaysia. Thus H3a, b: There is gender and occupational level differences on employee turnover intention are not supported. However further investigation on has demonstrated that gender is a significant moderating factor that can affect the relationship between LWI and JS amongst fresh graduates.
This study is subjected to some limitations which include the following. This study only considers fresh graduates in Malaysia, however different countries and cultures can produce different perceptions towards the factors of employee loyalty. The distribution of occupation level of non-managers (N = 160) and managers (N = 40) is not equal for this study which may bias the results of hypothesis 3 a and b. Due to the limitations above, further studies can be conducted to examine the factors above, e.g. by interviewing fresh graduates to understand the factors which cause their TI due to pull or push factors.
In conclusion, employee loyalty in terms of the expressions of fresh graduates is relatively low. It is also highly influenced by the SDOJ, LWI, ORS and OJ. These variables contribute to the rating of job satisfaction which in turn, influences the employee turnover intention.
